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JAME:& M. HANLEY, N.Y., CHAIRMAN Exacuﬁve negistry
D oL, AR, ,

S U.$. Bouse of Representatives L7/ 77507
R soweiL, OHIO SUBCOMMITTEE ON EMPLOYEE BENEFITS

WILLIAM O, MILLS, MD. OF THE

o 3. DULSKI, N.Y. COMMITTEE ON POST OFFICE AND CIVIL SERVICE

H- . oross, (oW 207 CANNON HOUSE OFFICE BUILDING

Wasgyington, B.C. 20515

September 23, 1971

Enclosed is the seventeenth report from the Job Evalu-
ation and Pay Review Task Force of the Civil Service Commission
established pursuant to Public Law 91-216.

If vou have any comments or guestions as to the course of
action which the Commission has taken, please contact me at the
above address, or call me at 225-6295 (Government Code 180).

il

Bartofr
Staff Assistant

Enclosure
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6] UNITED STATES CIVIL SERVICE COMMISSION
P WASHINGTON, D.C. 20415

September 20,.1971

Honorable Thaddeus J. Dulski
Chairman, Committee on

Post Office and Civil Service
U. S. House of Representatives
Washington, D. C. 20515

Dear Mr. Chairman:

In accordance with Section 304(c) of Public Law 91-216, the follow-
ing summarizes the activities of the Job Evaluation and Pay Review
Task Force for the period ending September 15, 1971.

T. Principal Tasks Worked Upon

A. The final draft of the Health Services Evaluation System,
which is a part of the Special Occupations Evaluatign
Systems, was distributed for comment. This is confined to

occupations in health services directly related to patient
care.

B. The Evaluation System for Teachers in the Federal Govern-
ment was distributed for comment. There are approximately

23,000 teachers who would be covered under this personal
competence ranking system.

c. The Administrative, Professional, and Technological Evalu-
ation System (APTES) covering some 600,000 employees has
been completed and sent out for comment. It is in two
volumes, with the second volume containing the majority of
the benchmarks which are the heart of the system. This is
a factor ranking technique similar to that used in the
COMOT system.

D. The Supervisor and Manager Evaluation System (SAMES) has
been completed and will be distributed within the next
week. This covers approximately 200,000 supervisors and
managers over all workers in all the other systems and
covers positions up to the Federal Executive Service.

E. The Protective Services Evaluation System has been completed
and will he distributed within the next ten days. This
covers firefighters, policemen, guards, and the related
protective services occupations.

The above distributions complete the evaluation systems, or
sub-systems, developed by the Task Force. The pay relation-
ships and models of pay schedules to accompany these systems

are under development and will be incoxrporated as part of the
final report.
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Principal Meetings Conducted or Attended

A.

During the past month meetings were held with the four
advisory committees. Each of the four committees was
brought up to date on the status of the project and their
comments were solicited on the evaluation systems pre-

viously submitted for review,.

At the request of the AFL-CIO Advisory Committee two
additional meetings have been held and more may be sched-
uled. An effort is being made to assure that there is as
much understanding of the Task Force and the AFL-CIO
positions as can be achieved.

Sincerely yours,
/s/

Robert E, Hampton
Chairman
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Mr, arywy, With that; the cqmmittejc will'stand ac}jom'ncd",l\u}til

the call of tlic Chaiv, |

. (The  communication which follows was received. by the. sub-
committee for inelusion in the record.) - - . o
SO S U DEPARPMENT OF 'STATE, .
TR cEL et AV eshington, DLC., July 9, 1971,
Chairman, Subcommitice on Eployee Beneflis of the Commitice on Post Office
: and Civlt Service, House of Representatives. - ) :
© DRAR Mit. CaratraMaN : I shonld like to take this opportunity, in connection with
the hearings on the Interim Yrogress Report of the Civil Service Commission's
Job Ivaluation and Pay Review Task Lorce, to offer comments on those portions

“of he Tleport whieh miglt apply to positions classified under the Foreign Service

Act of 19106 as nmended, . ) . }
Mz, Hownrd P, Mace, then Deputy Assistant Sceretary for Personnel, In his

teslimony before this Subcommittee on December 3, 1909, urged thnt provislon
be made in any position classification legislation for "careful consideration of
different philosophiecs aund characleristics of the separate personuel systems so
that adequate flexibility is retained for developing methods of evaluation posi-
tions fully responsive to each of these personnel systems.” I am pleased to note,
therefore, that the Interim Report (pages 70-72) recognizes the valldity of the
rank-in-man concept when combined with a rank-in-job classification scheme and
proposes a category for Speeial Occupations Evaluation Systems (SOES). The
Report cites the Forelgn Service as one area where an SOIS is alrcady in opera-
tion. Jt notes that under a speeial evaluation system “promotions from one ranlk
to another under the rank-in-man side of the equation would be correlated with
the rank in posgitions at corresponding levels that exist under the rank-in-job side
of the equation” and that the principle should be that “promotions {u nwmber are
directly related to positions In number that exist at any particular skill level,”
I should Jike to record, Mr, Chaivman, that the Department of State correlates
its rank-n-man promotion system with a rank-in-job position evalnation system.
On o continuing basis we ave cognizant of the number of positions we have at
various ¢lass levels and the personal rank of our Foreign Service Personnel, Our
poliey is to relate the number of annual promotions to the number of vaeancles
in each job specialty at the next higher level. To support this poliey simplified
standards are being developed for Yorelgn Service positions, Allocation of. those
positious to given class levels Is on the basis of comparability with other Federal
clagsifieation systems, The rank-in-man and rank-in-job concepts are used in the
assignment of Toreign Service oficers to professional, executive and managerial
positions and the assignment of Forelgn Service Staff personnel to supporting
administrative and elerical positions. . :
In two arcas, however, the Interfm’ Report Is either unclear or scems to
recommend procedures which we would not find compatible with effective per-
gonuel management of the Foreign Service. As the Subcommlittee Is aware, the
Foreign Service Act of 1946, as amended, vests In the Sceretary of State numerous
broad and specific authorities and responsibilities for the appointment, asslgn-
ment, promotion and scparatlon of personnel and for administration of the
Forelgn ‘Service personnel system including the provisions of Scetlon 441, which
authorizes the Sceretary to classify Foreign Sexvice positions, hoth overseas and
in the Deperetment, wnder soeh regntations as he may preseribe. Appendix VI
of the Interim Report, under the Seetion on Speeinl Evaluation Systems, notes
that the Task Iorce has under conslderution a rank-in-man/rank-in-job evalua-
tion system for “some or all” of the speeial categorles of personnel of which
the Foreign Service is Jdentified as one of the categories. The Report then states
that the Civil Serviee Commission would lave a continuing rvesponsibility
through its Personncl Management Dyogvam to Insure that efforts were underway
to eliminate any mis-classifications in the rank-In-man/rank-in-job system and
that agencles were tn fact administering the system as intended, We caunot
tell whether these siatements are intended to imply that the present authority
which the Secretary of State has for adminlstering the Forelgn Service per-
gounel syetem svould he changed or modified should the Task Iorce’s recom-
mendations be cuacted into law,
while we can subseribe to the Task Force's recommendations for a rank-
in-man/rank-in-job evaluation system and for establishing appropriate class
levels for each position, we feel that modifiention of the Secrctary’s present
authority would geriously restrict our flexibility in effcctive use of IForeign
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Sorvice personnel. As a result of our own task foree studies made over a vear
ago, we are currently engaged in implementing a program of mnnngemehi e
form In the Department of State which will reshape the TForeign Service
%0 that it can better meet the needs for the 1970's. A number of today’s foreign
affairs programs did not exist twenty yeavs ago; others have grown con-
siderably in size and importance, Our foreign affairs structure is affected by fast
changing conditions overscas. Escalation of tensions, sudden iriternational crises,
and new foreign policy approaches by other governments require us to devise
new programs or revise the emphasis or direction of existing programs. Such
rapid changes in forelgn affairs and in stafling requirements to carry out necces-
sary programs demand an administrative flexibility wlhich personnel authority
specifically invested in the Secrctary of State can best provide. We would thus
be opposed to any move which would revoke or modify the Seerctary’s present
authority for personnel andministration. Preservation of the Secerctary’s au-
thority would not, however, work to the detriment of the general objectives
as ontlined in the Interim Report. Miite the contrary, we feel the Sceretary’s
present authority can be used effectively in accomplishing the general objec-
tives of the Interlm Report as well as our own management reforms within the
Foreign Service personnel system.

A specific example of our need for flexibility is in the application of the
rank-in-man and rank-in-job concepts to Forelgn Service supporting staff per-
sonuel, It is our understanding that the Job Evaluntion and Pay Review Task
Force would classify these types of positions on the basis of the rank-in-job
seheme propoged for the COMOT cevaluntion gysteni. We feel strongly that these
positions should be classifted on the rank-in-man prineiple as well. For purposes
of gond management, it is lmperative that both officer and . supporting staff
personnel engaged in foreign affalrs activities be subject to assignment wherever
needed, both at home and abroad, and that such personnel accept the obligation

to serve any place in the world. Our Foreign Service Staff personnel, like our -

officer personnel, are expected to accept asslgnment, on an cmergency as well
as o regular basls, at cmbassles, at consulates, or at speclal posts, at metro-
politan posts or at isolated posts, at cholce posts and at less desirable posts.
We aim at planning careers and individunl asstgnments well ln advance, le,
fittlng the persoun to the job, and in most Instances the Individual is assigned
to a positlon of his own or higher cluss jevel. Tn o world wide scrvice theve are,
Lowever, recurring eases of having unexpectedly to shift a person to fill a
vacaney created through illness, resignation, or death. Work flexibillty within
a glven assignment is also required. TForeign Service secrctaries, for example,
may have to pinch-hit as communications clerks, do personnel work, or render
assigtance In everyvthing from cmergency evacuation to VIP vigits, The rank-
{n-man concept as applicd to staff personnel thus meets many special needs of
the Foreign Service. It allows us to plan rogular assignments yet gives us the
fiexibility to satisfy timing requirements and effective use of employee skills,
It encourages personal growth and development and helps in maintalning
morale in a gengraphienlly dispersed organization. Tt also enables us to nvold
wndue fluetuations in the class levels of the Individual employee. Civil Service
clerieal porsonnel assigned in the United States or assigned overseas to work
at defense establlshiments or other static Federal ofllces are not faced with the
same job and assignment rvequirements as Torelgn Service Staff personnel. We
would, in fact, find it very diflicult to attract, hold and maintain high morale
among Foreign Service supporting staff if their individual class levels were
subject to change to a lower level depending on assignment requirements,

As is proposed for Toreign. Service professional personnel, Foreign Service
Stalf cmployees should continue to he considered as a specinl occupations group
for position evaluation purposes and not blanketed in under the proposed COMOT
evaluation system,

The position outlined in this lotter has been reviewed with the United States
Tnformation Ageney whose divector exercises the same authority on hehalf of
that Ageney. e concurs in the views expressed In this presentation. The Agencey
for International Development algo concurs in this napproach. . .

T wish to thank the Subcommittee for the opportunity to present these views.

Sincerely,
Davip M. ABSIHIRE,
Asslgtant Scerctary for Congresstonal Relations,

(TWherenpon at 11:4% a.m,, the hearing was adjourned to reconveneé
at the call of the Chair.) ‘ .
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